ABSTRACT A company's human resource aspect can gain benefit from extra-role behaviors known as organizational citizenship behavior (OCB). This research discusses about organizational citizenship behavior (OCB) of the employees at an insurance company based in Jakarta, Indonesia. The purpose of this research to analyze the dominant factors that influence OCB in the company. Factors affecting the OCB are altruism, conscientiousness, sportsmanship, courtesy and civic virtue. The type of research used is descriptive with quantitative method. The respondents were 66 employees of Satria Muda Sucore Agency. The sampling technique using probability sampling with simple random sampling type and using factor analysis method. The results of research showed that OCB is in the decent and more to 'high' category. This research formed five factors that are tolerance factor, help behavior factor, compliance factor, participation factor and loyalty factor. Tolerance factor is the most dominant factor of OCB. 
INTRODUCTION

It has been discussed in various organizational
literature and experiments that human resource is one of the important factors which determine the success of an organization (Lloyd et al., 2015) .
Furthermore, human resources management is always regarded as important, because when the sector is not well managed, it will decline other aspects of the organization (Newman et al., 2017) . This is also a reason why experts have developed the field organizational behavior, as a field of science that studies human interaction within the organization including a systematic study of the employee's behavior, as well as the structure and process within the organization (Fakhri et al., 2014) 
. For decades, 'Organizational
Behavior' is known as a general term that refers to the attitudes and behaviors of individuals and groups within the organization, relating to the systematic study of attitudes and behaviors, both personal and interpersonal in the organizational context (Pradana & Wijaksana, 2017) .
Each discipline has a purpose, and so is organizational behavior. According to Robbins and Judge (2015) , understanding organizational behavior means investigating the roles of individuals, groups and structures within the organization with the aim of applying such knowledge to improve organizational effectiveness. Furthermore, the purpose of understanding organizational behavior is to be able to predict the workers' behavior to gain a significant advantage because by then good communications can be established, which leads to better understanding inside work environment.
By being able to predict the behavior of other workers, one can behave and act appropriately in communicating with their workmates (Fakhri et al., 2014) .
Organizational behavior is a method that allows us to predict future employee behaviors which might play an important role in an organization or company (Organ & Paine, 1999 ).
Management will need to explain the various events that occur within the organization (Fakhri et al., 2014) . Here, the discipline is required to
answer the questions such as why an event occurred, why employees act lazily and other indications. By studying organizational behavior, we try to explain or provide answers to such questions (Lam et al., 2015; DiPaola & Tschannen-Moran, 2014) . Bolino et al., (2015) believe that the purpose of studying organizational behavior is also to control. The more we can predict and adequately explain individual or group behaviors in the organization, the leaders of the organization will be able to perform better control on their employees so that individual and group behavior will act positively and focus on achieving the goal (Lam et al., 2015) . Destructive behavior, moreover, can be also be avoided or prevented (Pradana & Wijaksana, 2017 (Organ & Paine, 1999; Borman & Motowidlo, 2014) . According to Robbins & Judge (2015) , organizations whose employees are already familiar with OCB have the advantage to those who are not.
Some experts believe that OCB is the concept of individual behaviors that explicitly or indirectly recognized by the formal system, and in aggregate functions effectively and efficiently in an organization or team (Organ & Paine, 1999; Boiral et al., 2015) . In the case of insurance companies, the constructive behaviors are required to be developed and maintained, since the core business of this kind of business is to improve the assurance and quality of human life (Garg, 2018 
LITERATURE REVIEW
According to Sedarmayanti (2017) , the principles of human resource management are utilizing human resources effectively and efficiently through the activities of planning, moving, and controlling all values that become a human strength to achieve the goal. Furthermore, according to Robbins & Judge (2015) , organizational behavior is a field of study that invests the influence of individuals, groups, and structures on behavior within the organization, to apply knowledge for the improvement of organizational effectiveness (Newman et al., 2015) .
As explained before, organizational citizenship behavior (OCB) is a form of behavior that is an individual's choice and initiative, unrelated to the organization's formal reward system but aggregated enhancing organizational effectiveness (DiPaola & Tschannen-Moran, 2014; Lam et al., 2015) . Earlier research suggested that the first factor affecting OCB is altruism, which is the behavior of employees in helping his colleagues who have difficulty in the situation that is facing both the task in the organization and personal problems of others (Ng & Feldman, 2016) . The next one is conscientiousness, which is the behavior exhibited by trying to exceed the organizational's expectations (Fakhri et al., 2014) which leads to voluntary behavior that is not an employee's basic duties (Koning & Van Kleef, 2014) . Afterwards, there is a factor of sportsmanship, which is the behavior that tolerates less ideal circumstances within the organization without raising objections (Lam et al., 2015) . A person who has a high level in sportsmanship will improve a positive climate among employees, in which they tend to be more polite and cooperate with others so that will create a more enjoyable work environment (Shin et al., 2017) .
OCB also relies on courtesy, which is also extra-role behavior (Lam., 2015) .
As a social being, man can have empathy for others and his environment and harmonize his values (Pradana & Wijaksana, 2017 organization can be said to already possess OCB culture (Dixon et al., 2015) .
To choose the best behavior for the benefit of his organization, Van den Heuvel et al., (2015) stated that performance (Organ & Paine, 1999; Boiral et al, 2015) . In addition, OCB is often seen as a determinant for human resource management program in supervising, maintaining and improving work attitude (Pradana & Wijaksana, 2017) . This concept leads organizations to be more innovative, flexible, productive, and responsive (Titisari, 2014) .
OCB includes some positive behaviors including the behavior of helping others, volunteering for extra tasks, obeying the rules and procedures of the workplace (Dixon et al., 2015) .
These behaviors indicate the added value of employees which is one form of pro-social behavior (Fakhri et al., 2014) Understanding Last but not least, of course, there are benefits to OCB. Dixon et al., (2015) and Boiral et al., (2015) , believe that the benefits are to increase the productivity of managers and co-workers, maximize the use of resources, effective teamwork and improve the organization's ability to recruit and retain employees with good quality performance. One can also see that maintaining organizational performance stability helps the organization's ability to maintain and adapt to environmental change, as well as to create enhanced capabilities and social capital are also among the benefits (Lam et al., 2015) . (Wardhana & Pradana, 2016) .
METHODS
In the factor analysis, two main approaches are known, namely exploratory factor analysis and confirmatory factor analysis. We use exploratory factor analysis if the number of factors formed is not determined first. Confirmatory factor analysis is used when the established factor has been established first (Kline, 2014) .
The underlying assumption that should be underlined in factor analysis is that the variables Beforehand, we also have to test the validity and reliability of the instrument with confirmatory factor analysis. Validation of data to determine whether the results of factor analysis can be generalized into the population, so after the formed factor, a new hypothesis based on the results of factor analysis can be presented (Wardhana & Pradana, 2016) . In principle, factor analysis can then be interpreted according to the factors or components or constructs that are formed. In an exploratory factor analysis where the researcher does not or does not yet have knowledge or theory or a hypothesis that constructs the structure of the factors to be formed or formed, so that in exploratory factor analysis is a technique to help construct a new theory (Kline, 2014 ).
The purpose of confirmatory factor analysis is first to identify the relationship between variables by conducting a correlation test.
The second objective is to test the validity and reliability of the instrument. In testing of the validity and reliability of the instrument or questionnaire to obtain valid and reliable research data (Wardhana & Pradana, 2016) .
From the descriptive analysis, the overall organizational citizenship behavior (OCB) of Takeuchi et al., 2015) , which is described in 24 statements on the questionnaire.
The result of factor analysis can seen in table 3. .000
In 
RESULTS AND DISCUSSION
Previous research & Carter et al., 2014 have shown that supervisors and subordinated differ in their perceptions. Based on these findings, we expect that the respondent is likely to influence different types of OCB. In this research, the method of labelling factors based on eigenvalue is a factor with an eigenvalue greater than one maintained, if less than one factor is not included in the model. Based on the factor analysis process, in the end, formed five factors that we found in this research are tolerance factor, help behavior factor, compliance factor, participation factor and loyalty factor. These results, more or less, confirm the existing research conclusions by Boiral et al. (2015) , which focuses on the impact of environment and internal management role on employee's behavior, and Takeuchi et al., (2015) , which focused more on the interpersonal relationship. There are five factors formed from OCB; the five factors were named as tolerance factor, help behavior factor, compliance factor, participation factor and loyalty factor. Tolerance factor is the most dominant factor influencing OCB. If we confirm this result with our pre-research interview, we found on In general, the OCB is proven as the behavior that is not in the job description, and there is no reward for the related actions. The workers behave at their own will, such as helping other colleagues (factor number 2). This behavior was also reflected in our preliminary survey 
CONCLUSION
